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ABSTRACT 
 
The Performance Management System (PMS) has been introduced in the Republic 
of South African public service with intensions of planning, monitoring, developing 
underperformance, rating and rewarding good performance. The study was 
undertaken as an attempt to investigate the impact of the PMS on employees of the 
ECPL. The literature review shows that there are challenges facing the institution 
with regards to implementation of PMS. 
The findings of the study indicated that the supervisors have no understanding of 
PMS instead they used it as punishing tool. Other findings of the study showed that 
there’s a culture within the institution of using PMS as a money making scheme or a 
14th cheque. To achieve this, a semi- structured questionnaire was issued to 
employees of the ECPL. 
The recommendation on the basis of the study is that the compliance issue should 
be strengthened and disciplinary measures be taken against employees who failed 
to comply with the provisions of the PMS policy.  
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1.1 INTRODUCTION  
 
Before 1994, employees in the public service used to get automatic notch increment 
that was based on their number of years employed in the public service.  Every year, 
during the month in which an employee was appointed, or the month that an 
employee completed a full year his/her salary increased automatically.  From 01 July 
1999 the new management framework and hence all departmental activities are 
informed by legislation such as Public Service Act, 1994, the Public Service 
Regulations, 1999/2001.  Various White Papers and collective agreements were 
concluded by bargaining councils in the public service. 
 
Public Service Regulations serve as primary guide to departments in developing and 
implementing their developmental Performance Management systems.  Regulation 
V111 B.1 requires of each executing authority to determine a system for 
performance management and development for employees in that department.  
 
According to Armstrong and Baron (1998) Performance Management is a strategic 
and integrated approach to delivering sustained success to organisations by 
improving the performance of the people who work in them, and by developing the 
capabilities of teams and individual contributors. The objective is quite clear, 
performance management seek to imp0rove results at the level of the individual, 
team and the organisation, the process is owned and driven by line managers. 
 
The study will focus on the implementation of individual performance management to 
improve the employee‟s performance. According to the White Paper on Human 
Resource Management, the success of the public service in delivering its goals 
depends primarily on the efficient and effectiveness of employees in carrying out 
their duties. Performance management is an integral part of an effective human 
resource management and development strategy. 
 
It is not annual event, but rather an on-going day to day participative process that 
intends to ensure a common understanding of performance expectations, constantly 
improve employee competencies and raise employee‟s enthusiasm to meet 
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expectations, develop employees, and recognise and reward employees who 
constantly performance at superior level (PSC 2007). 
 
Employees who perform poorly are subject to development programme to improve 
their performance. 
1.2 STATEMENT OF THE PROBLEM 
Every year during the annual assessment period the institution experiences 
numerous tensions among staff members , which lead to conflict between 
supervisors and subordinates, stress among staff members, which lead to conflict 
between supervisors and subordinates, stress among staff members and low 
morale. 
 
1.3 OBJECTIVES OF THE STUDY 
 
1) The overall objective of the study is to increase the impact of performance 
management systems on employees. 
2) To ascertain how performance management system is applied in the 
institution. 
 
1.4 SIGNIFICANCE OF THE STUDY  
 
The study seeks to equip managers of the Eastern Cape Legislature with better 
understanding and knowledge of the implementation of PMS and manage it more 
effectively.  
 
1.5 LITERATURE REVIEW 
 
 From the background given the researcher believes that there has not been any 
scientific study undertaken in the institution on the proposed topic.  This area has 
been the subject of study by various researchers.  The research is directed at 
assessing impact of implementation of performance management system policy 
on the employees of the Eastern Cape Provincial Legislature. 
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Matlala investigated the employee fairness perception in a performance 
management system in South Africa.  The research aimed at establishing 
employee perceptions of the fairness of the institution‟s performance 
management systems, using the pillars of distribution, procedural and 
interactional justice (Matlala 2011). 
 
A survey was conducted by Anderson consulting‟s Human Capital Practice 
division to evaluate if performance management does work (Sprenkle 2002).  
The survey aimed at establishing effectiveness of performance management. 
 
Mercer Human Resource Consulting (2000) conducted evaluation of the PMDS 
in the Civil Service. The evaluation aimed at making performance management 
and development system more effective in terms of addressing and improving 
individual/team performance and personal development, and also links the 
system to other HR initiatives. 
 
Advanced Performance Institute (API) in collaboration with the Charted Institute 
of Public Finance and Accountancy (CIPFA) recently conducted a study of 
performance management in government and public sector organization. The 
finding of the comprehensive study confirms that having a set of performance 
targets and performance measures in place does not lead to better performance 
(Marr 2009). 
 
Spangenberg (1993) conducted a survey about the performance management 
problems in South Africa for some leading South African organisations. The 
major problems highlights by Spangenberg research include among others the 
lack of a culture of productivity and equality, insufficient line management 
support, employee mistrust of the real goals of performance review, performance 
management system becoming mechanistic and control oriented, and difficulties 
in linking other systems, as in linking the reward system to the performance 
management system. 
 
According to Chartered Institute of Personal and Development (CIPD) research 
and surveys have tracked the evolution of performance management since the 
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early 1990s from the heavily bureaucratised procedure to a wider reaching and 
inclusive process. The survey on performance management in 1991 (Bevan and 
Thompson 1991) found a great deal of confusion around what the term 
performance management actually meant, with many practitioners substituting it 
for tools of performance management , such as performance appraisal or 
performance related pay. 
 
A survey by WorldatWork and Sibson Consulting (July: 2007) on the State of 
Performance Management present results as answers to questions that HR 
professionals often ask about performance management, including its 
effectiveness, top goals and challenges, linking to rewards, methods and 
measures used, roles and intended outcomes. 
 
1.6 RESEARCH METHODOLOGY 
 
Research methodology focuses on the research process and the kind of tools 
and procedures to be used (Mouton, 2011). To achieve the objectives, 
methodology will be divided into two phases: 
 
Phase 1: Data Collection 
The sample of the study will be comprised of the Secretariat, top management, 
unit managers and general employees. One set of questionnaires will be 
developed to measures the participant‟s level of understanding of the imperatives 
of the PMS policy. 
 
Phase 2: Data Analysis 
The response received from the questionnaires will be analysis to establish the 
participant‟s level of understanding of the requirements of the PMS. This will be 
followed by an analysis of completed Performance Agreement to check 
compliance with the requirements of PMS policy. 
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1.6.1 INSTRUMENTS/METHODS 
 
Qualitative research method will be used; the advantage is that it allows flexibility 
in all aspects of the research process. 
 
Qualitative research method will be used in the study, everything that forms part 
of the research process, objectives, sample and questions planned to ask are 
predetermined. 
 
1.6.2 TARGET POPULATION  
 
Barbie (2010) explains population for a study as that group about whom we want 
to draw conclusions. 
 
Target population will consist of ECPL employees namely, Secretariat, General 
and Senior Manager, Unit Managers and General employees as they are directly 
affected by the PMS management and implementation. These groups are also 
relevant to the study. A sample representing each of the categories mentioned 
will be selected. 
 
Summary of sampled respondents: 
 
STATUS POPULATION TOTAL 
SECRETARIAT 4 2 
GM‟s &  SENIOR 
MANAGERS                                                       
40 15 
UNIT MANAGERS 6 3 
GENERAL EMPLOYEES  208 10 
TOTAL 258 30 
 
1.7 ETHICAL CONSIDERATIONS 
In this study ethical issues will be strictly observed and adhered to including 
confidentially, informed consent, and protects the rights of the participants and 
those of the institution in which the study is conducted.   
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The employees of the institution will be approached to partake in the study and 
the authority to access will also be sought. Researcher should also ensure that 
scientific integrity of the study is also maintained. 
 
1.8 SCOPE OF THE STUDY 
 
The study will be conducted in the ECPL. 
 
Limitations of the study would be: 
 
 If the participants will not respond to all questions in the questionnaire thus 
resulting in some challenges when analysing responses 
 Where no questionnaires were forthcoming despite continuous follow-up 
by the researcher. 
1.9 CLARIFICATION OF CONCEPTS AND TERMS 
1.9.1 Performance 
 
 Human performance involves employee actions, the outcomes or effects of those 
actions.  Performance is a process in which resources are used in an effective 
and efficient and productive way to produce results that satisfy requirements of 
time, quality and quantity which are outcomes of actions or behaviour of the 
performer in the work process. 
 
1.9.2 Performance Management 
 
Performance management is the process that directs the energy of the people in 
the organisation towards achieving strategic goals (Werner 2007: 102). 
 
Performance Management is a process of harnessing all available resources 
(human and material) within an organisation thereby ensuring maximum 
performance in an effort to achieve the desired results.  Performance management 
involves building processes, culture and the relationship that facilitates the 
achievement of organisational objectives; it is therefore aimed at both individual 
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and organisational performance (Performance management and Development 
Manual). 
 
1.9.3 Performance Management System 
 
An authoritative framework for managing employee performance, which includes 
the policy framework as well as framework relating to all agreement, performance 
monitoring, review and control, performance appraisal and moderating, and 
managing the outcomes of appraisal (Bacal 1999). 
 
1.9.4 Performance Cycle 
A 12 months period for which performance is planned, managed and assessed.  It 
must be aligned to the same period as the Department‟s annual business plan such 
as 1st April to 31 March of the following year. 
 
The performance Management Cycle describes the various phases that the system 
moves through the course of one year.  These phases include planning and 
contracting, monitoring progress and evaluating performance.  In addition, PM 
cycle incorporate system maintenance and development. 
 
1.9.5 Policy 
It is a body of rules and regulations which are usually found in acts, ordinances and 
by-laws.  The aim of policy is to provide guidelines to managers on how to manage 
performance (Amos 2008). 
 
1.9.6 ECPL 
 
Means Eastern Cape Provincial Legislature 
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PRELIMINARY FRAMEWORK FOR THE RESEARCH 
 
The study is structured as follows: 
 
Chapter 1 introduces the study by focusing on the statement of the problem, 
objectives, significance, literature review, research methodology and ethical 
considerations.  
 
Chapter 2 contains Literature review, which explore the diverse explanations of 
performance management system. 
 
Chapter 3 considers research design, research methodology, sampling procedure 
and data collection methods. 
 
Chapter 4 contains data presentation, analysis and interpretation of the data 
collected. 
 
Chapter 5 provide recommendations and conclusion of the study. 
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CHAPTER 2: LITERATURE REVIEW 
2.1 INTRODUCTION 
The purpose of this chapter is to provide an understanding of the issues relating to a 
theoretical overview of the topic under discussion, namely the impact of the 
performance management system on employees of the Eastern Cape Provincial 
Legislature. This chapter will explore the diverse explanations of performance 
management, as presented by different authors, in order to obtain a variety of 
theories and techniques that can be drawn upon and further discussed. 
Effectiveness of performance management, as well as the legislative framework of 
performance management will be explored. 
Every organization performs its task with the help of resources such as men, 
machine, materials and money. Except for manpower other resources are non-living 
but manpower is a live and generating resources. Out of all the factors of production, 
manpower has the highest priority and is a most significant factor of production and 
plays a pivotal role in areas of productivity and quality. There are various ways that 
different authors describe performance management, however one common term 
that is mentioned by many authors when describing it, is that performance 
management must be seen as a “process” rather than just a once-off event. 
 
2.2 DEFINITION OF PERFORMANCE MANAGEMENT 
Performance management is premised on the expectation that a continuous and 
integrated approach is needed to manage and reward performance. 
Armstrong and Murlis (1994:205) defined performance management as: 
“A process or set of processes for establishing shared understanding about what is  
to be achieved, and of managing and developing people in a way which increases 
the probability that will be achieved in the short and longer term.” 
Spangenberg (1994) states that performance can be regarded as an ongoing 
process that involves planning, managing, reviewing, rewarding and development of 
performance. 
Spangenberg further describes performance management as an approach to 
managing people that entails planning employees performance, facilitating the 
achievement of work related goals and reviewing performance, and motivating 
employees to achieve their full potential in line with the organisation‟s objectives. 
DPSA framework(2007) defines performance management as a purposeful, 
continuous process aimed at managing and developing employees behaviour for the 
achievement of the organisation‟s strategic goals, the determination of the correct 
activities as well as the evaluation and recognition of the execution of tasks/ duties 
10 
 
with the aim of enhancing their efficiency and effectiveness, and a means of 
improving results from the team and individuals by managing performance within 
agreed framework of planned goals, objectives, standards and incentives. 
Marshall (2000:184) defines performance “as a process of management behaviour 
and an organisational intervention strategy”. Marshall further states that the concept 
of performance management is a more broadly framed and integrative view of 
performance appraisal, where performance ratings are de-emphasised, relative to 
planning, review, allocating of resources, and problem solving aspect of the process.  
Marshall believes that in performance management, appraisal is acknowledged as 
one of planning and accountability systems in an organisation. 
According to Bacal (1999:3-5) performance management is an on going 
communication process, undertaken in partnership between an employee and his or 
her immediate supervisor. It involves establishing clear expectation and 
understanding about the essential job functions that the employee is expected to do. 
Secondly, how the employee and supervisor work together to sustain, improve, or 
build on exiting employee performance. Lastly, how the job will be measured and 
identifying barriers to performance and removing them. 
Performance Management and Development Manual of the Eastern Cape Provincial 
Administration defines performance management as a process of harnessing all 
available resource ( human and material) within an organisation thereby ensuring 
maximum performance in an effort to achieve desired results. Performance 
management involves building processes, systems, culture and the relationships that 
facilitate the achievement of organisational efficiency effectiveness, accountability for 
the use of resources and the achievement of results. 
From the above definitions it means that performance management is a process not 
an event, is integrated with other management processes and is continuous. It 
involves regular communication between supervisors and subordinates. Supervisors 
and Subordinates establish clear expectations concerning the job and goals, provide 
on the job training, monitor performance, evaluate performance at the end of the 
performance cycle and provide regular feedback on performance. 
The study will adopt the definition of performance management as a process of 
cascading the institution‟s targets and goals to employees with the purpose of 
enhancing service delivery. This should be done by signing of performance 
agreements annually by all employees. Performance management should be seen 
as the responsibility of a supervisor in ensuring that the subordinate performs his/her 
roles and responsibilities as per the job description. Both parties will therefore be 
required to sign a performance agreement that outlines the targets and how they will 
be achieved and should be agreed upon. Part of performance management requires 
that both parties meet frequently to evaluate and monitor progress toward the 
achievement of these targets. 
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2.3 CONCEPT OF DEVELOPM ENT 
According to DPSA (2007) Employee Performance Management and Development 
System framework, training and development activities enhance the employee‟s 
competencies to improve performance. 
According to Nellmapius (1996:1), development is general and future oriented. It 
attempts to enhance personal and institutional potential so that coping with future 
changes and challenges will be easier. 
It is clear from the above definition that employee development is acquiring new 
knowledge and competencies, which empowers employees to improve their 
performance, which in turn enhances institutional effectiveness, efficiency and 
productivity and translates into better service delivery. 
2.4 CONCEPT OF PERFORMANCE 
The Eastern Cape Provincial Legislature policy on Performance Management and 
Development system, defines performance as human performance involving 
people‟s behaviour, or actions and the outcomes or effects of those actions. 
Performance is a process in which resources are used in an effective, efficient and 
productive way to produce results that satisfy requirements of time, quality and 
quantity, and which are the effects or outcome of the actions or behaviour of a 
performer in the work process. 
The next section discusses the performance management cycle. 
 
2.5 PERFORMANCE MANAGEMENT CYCLE 
The previous section focused on the various definitions relating to performance 
management, whereby concepts of performance development and performance 
were discussed. 
This section describe the performance management cycle, which includes planning, 
monitoring, development, rating and rewarding. The planning phase is the foundation 
of the entire performance management system. In this phase, individual performance 
as well as developmental goals and objectives are set for the performance period. 
Involving employees in the planning process helps them understand the goals of the 
organisation, what needs to be done, why it needs to be done, and how it should be 
done. 
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Diagram 2.1: The Performance Management Cycle 
 
2.6 PERFORMANCE MANAGEMENT PROCESS 
Performance management can be seen as the process that supports achievements 
of business strategy through the integration of functional, departmental, team and 
individual objectives. 
The performance management process requires many ongoing activities in the 
organisation which includes, maximising staff engagement, development and 
performance, vehicle for culture change, setting standards for measuring results, 
monitoring performance, coaching, and feedback of performance to employees. It 
focusses on overall performance of the unit. 
Within this process, the organisation establishes an environment that allows clear 
communication of its mission and also goals to employees and in which they are also 
encourage to contribute to the achievement of these objectives. 
 
2.6.1 STEPS IN PERFORMANCE MANAGEMENT PROCESS 
In every organisation different steps are taken and there are no similarities in the 
steps of the performance management process. The following steps have been 
applied in different organisations: 
 
Planning 
Mornitoring 
Development Rating 
Rewarding 
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Diagram 2.2 Performance Management Process 
a) Step 1: Planning 
Planning is the process in which future course of actions have been decided in 
advance. This helps in giving direction while performing the tasks. This is the step 
during which the manager and subordinate meet to jointly discuss how the 
organisation‟s strategic goals must be adopted and adapted by the department and 
the individual, mission of the organisation and goals and duties to be performed to 
achieve goals. Planning will make the whole process work smoothly. 
 
• Observations 
• Quarterly assessment 
• Annual performance 
assessment 
• Review of  performance standards 
achieved 
• Review of compensation strength and 
weaknesses 
• Action Plan 
• Development Plan 
• Identifying rewards, recognition & 
compensation 
• Scanning business environment 
• Mission and Goals 
•  Developing description and 
specification 
• Fix performance standards 
• Communication 
• Counselling, coaching  
• Training & education 
• Feedback 
• Motivation 
Step: 1 
Planning 
Step: 2 
Action or Executing of plan 
Step: 4 
Final Review and Development Plan 
Step: 3 
Performance assessment 
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i. Scanning of business environment: Every business has internal and 
external factors. The internal environmental factors are within the control 
of management, system, service whereas the external factors such as 
social, economic, cultural, technological, political and global trends are 
beyond the control of management. These factors change very rapidly and 
create uncertainty. Once this is undertaken, the organisation‟s decision 
makers would know where they stand and are able to find out the threats 
and opportunities in terms of their own position. 
 
ii. Mission and goals:Every organisation has to determine its mission 
because it forms the total of its purpose. The goals can be for the 
individual, team, section, department and organisation as a whole. The 
managers, supervisors and employees through discussion will agree about 
the goals to be achieved. 
 
iii. Developing job description and job specification: Organisations have 
evolved because the overall mission and objectives of the institution are 
far too large for any single person to accomplish. Groups of people 
perform particular tasks or functions, providing mechanism for coordinating 
and liking various activities that are necessary for success. 
Jobs can be broken down into components and arranged in a hierarchy of work 
activities. The decision is being taken regarding the major work, its components, 
level of responsibility, reporting lines and location of the jobs. After finalising, 
methods of doing the jobs, the job specification has to be finalised. This will give 
clear guidelines regarding the job to be performed, methods of performing it 
competencies required for performing it, responsibility and accountability of the jobs. 
 
iv. Fixing performance standards: At this level a mutually agreed criteria is 
to be discussed to describe work in terms of time lines, cost and quantity 
or quality to clarify the outputs and related activities of a job by describing 
what the required results should be. All the concerned persons involved in 
fixing performance standards develop a list of specific job tasks and 
specify how the quality of job will be determined. 
The performance standards should be specific, measurable, accurate, realisticand 
time bound. These will give a clear idea to the supervisors and supervisee‟s 
regarding what is expected from them on job. 
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b) Step 2: Action or Execution of plan 
After planning performance management the next step is action or e execution of 
plan. This stage is very important; the actions are to be taken simultaneously with 
work. To ensure a successful performance system, the employee and the supervisor 
have to agree on key result areas for the employee‟s job. The supervisor should 
avoid blind spot, work that has not been allocated to anybody. During the 
performance management cycle, the employee and the manager track performance 
against objectives and the manager provides support and coaching as necessary. 
Time to time the supervisees should be informed by the supervisors regarding what 
they are doing and how they are doing. This will give job confidence and satisfaction 
to the performers and problems that arise will be solved on the spot. People will work 
without any stress and the ultimate goal of improving performance will be achieved. 
 
c) Steps 3: Performance Assessment 
The next phase will be performance assessment or review. Performance 
assessment determines the overall level of performance of employees during a 
particular year. Assessment is based on the achievement in relation to identified 
objectives and Key Performance Areas (KPA‟s) for the year. Performance reviews 
must take place quarterly in order to motivate and show an employee performance 
areas that need improvement. The following are to be in the assessment of 
performance: 
 
I. Observation: During planning work has been assigned to the employees, 
and the employees have been guided, communicated and feedback 
obtained from time to time from them. The managers and supervisors 
should use every opportunity to discuss the employee‟s performance, 
including component meeting, report backs and informal discussions. This 
will in assessing the performance of the employee and the challenges 
thereof. 
 
II. Quarterly assessment:The supervisor must complete a full 
andformalreview; assign ratings to KPA‟s and Generic Assessment 
Factors (GAF‟s) and or Critical Management Criteria (CMC) complete all 
documentation and have the document signed by the employee. 
 
The review should take the form of one- on –one discussion between the 
supervisor and the employee. The contents and outcomes of the quarterly 
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review session should be signed by both parties. The periodic reviews at 
all levels must also include a discussion on the employee‟s development 
plan requirements. 
 
 
The assessment discussions should enable the following: 
 Give the employee an opportunity to assess own performance and 
contribute to the organisational goals and to identify areas of 
improvement. 
 Give the supervisor an opportunity to provide formal feedback on 
performance over the year and to identify ways of improving on 
what was achieved. 
 Give an opportunity for open discussions between the employee 
and supervisor during which achievements can be recognised fully 
and ideas for solving problems and actions agreed upon. 
 Give the supervisor and employee an opportunity to agree on areas 
of personal development. 
Annual performance assessment: Each Key Performance Area (KPA‟s) must be 
assessed on the extent to which the specified standards have been met and output 
achieved. An indicative rating on the five point scale must be provided for each KPA 
during the contracting process in order to provide a score. 
 
d) Step 4: Final Review and Development Plan 
The assessment instrument is used to assess the performance of all individual KPAs 
and Generic Assessment Factors (GAFs), as well as the overall performance of 
employees. The overall performance assessment score should be used as the basis 
of deciding on career incidents for the employee. The efforts should be put by the 
management to find out the weak points in the process and work on that so that in 
future there should be no problem. The management should have the proactive 
regarding the performance management process. The final review and development 
stage must involve the following activities: 
I. Review of performance standard achieved: Each Key Performance area 
and each Generic Assessment Factor must be assessed according to the 
extent to which the specified standards have been met. An overall score, in 
accordance with the assessment rating is provided as a summary of the 
outcomes of the performance review for KPA‟s and GAF‟s. 
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If the deviations or discrepancies have been identified, it should be referred 
back to the supervisor who had agreed on the rating with his or her 
subordinate together with reason for the decision. The management will 
suggest points to improve further if any deficiency is found in the 
assessment. 
 
II. Review of competency strength and weaknesses: The different types of 
jobs are being done in any organisation as per nature and size of the 
organisation. To perform these jobs a set of competence is required. In 
competency skills, knowledge of job, communication, interpersonal 
relations, and time management will be able to identify areas where 
development is needed, and suitable steps will be taken for improvement. 
 
III. Action plan: Is a plan of action developed for a period of one year. If the 
performance standard has not been achieved the jobs will be under action 
plan for improvement. The plan will be prepared for improvement in 
standard on the job and of the individual. 
 
IV. Development plan: The plan outlines the areas in which improved level of 
competence are required and processes for ensuring improvement. From 
the review of the performance assessment, managers get inputs for 
development plan. The development plan will include plan for training, 
refresher courses for existing employees, customer oriented programmes 
and many more programmes as per the need of the time. The main 
objective of the development plan is to keep the organisation more effective 
and efficient in the execution of its duties. 
 
V. Identifying rewards, recognition and compensation plan:During annual 
assessment some of the employees will have achieved the standards more 
than expectation. They must be identified and a plan for their reward for 
good performance and recognition should be prepared. The payment is 
made is made according to the incentive Policy Framework introduced by 
the MPSA in 2003. This will contribute to improve the moral and motivation 
of the employees. It will ultimately contribute to accomplishment of goals of 
the organisation. 
 
2.6.2 CONCLUSION  
This chapter has provided a scope of performance management whereby 
performance management is regarded as a holistic approach to performance. 
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Performance management is defined as a process of accomplishing institutional 
goals by employees with the purpose of enhancing service delivery. 
Performance should be measured, therefore it is necessary to establish an 
assessment instrument beforehand. Performance management is a cycle which 
starts with performance planning, followed by performance communication, 
monitoring, development, rating and rewarding. The outcomes of the performance 
management might be satisfactorily; therefore they should be managed properly 
regardless of whether they are positive or negative. 
Performance management process has various role players, which are supervisors, 
subordinates and HR units. Training plays a very important part in the 
implementation of performance management, therefore supervisors and 
subordinates should be trained on performance management system. 
The next chapter deals with research methodology.         
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CHAPTER 3:    RESEARCH METHODOLOGY 
3.1   INTRODUCTION 
The previous chapter explores the definition of concept of performance management 
whereby performance management is regarded as a holistic approach to 
performance. This chapter commences by discussing research design and 
methodology, and also clarifies the meaning and differences between quantitative 
and qualitative research methodology. The different methods to collect data in this 
chapter are to establish the thread of research findings and analysis. The different 
methods used to collect data in this study together with the means or ways t analyse 
data are discussed. 
 
3.2 RESEARCH DESIGN AND METHODOLOGY  
Research design means the scientific approach used in searching for facts and 
answers to questions to reach valid and reliable conclusions. Mouton (2001: 55) 
states that research design is a plan according to which research participants are 
identified to collect information from them. Barbie (2001: 74) defines a research as a 
blueprint of how you intend conducting research. 
Research methodology at the other hand, is concerned with steps, procedures, 
techniques, tools and specific tasks to be followed by the researcher to implement 
the research design. The research design utilised in the research study qualitative in 
that seeks to understand human and social interaction from the perspective of 
insiders and participants. 
 
3.2.1 Qualitative approach 
According to Densin&Lincolin (2000:10), qualitative research depends on the social 
science employing it, surrounded by a complex   „a complex, interconnected family of 
terms, concepts and assumptions‟. Qualitative research represents efforts to 
describe, sometime scientifically, other times artistically, to understand, sometimes 
inductively, sometimes deductively, and always to challenge, by looking closely at 
something and learning through particularity. 
Qualitative research approach involves an in –depth understanding of participants 
behaviour and the reasons that govern such behaviour. Unlike a quantitative 
research approach, qualitative research relies on reason behind certain behaviours 
and experiences of the participants. Qualitative researchers often depends on four 
methods of collecting data, namely participation in the setting, direct observation, in-
depth interviews and analysis of responses (Babooa, 2008:137). 
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The researcher found that the qualitative research method provides significant 
opportunity to interact with the participants which is lacking in quantitative methods. 
To generate sufficient knowledge on the study, the researcher had to be part of the 
environment within which the employees and management were operating to 
understand their interpretation of Performance Management System implementation 
and their feelings towards the system itself. 
 
3.2.2 Quantitative approach 
Quantitative research refers to the systematic empirical investigation of social 
phenomena which includes experiments, surveys and statistical analysis. 
Quantitative research approach can be divided into the following category namely: 
 Studying human beings and behaviours by means of survey, and 
interviews. 
Quantitative method is generally useful in studying large scale patterns of behaviour. 
It could be safely argued that in quantitative research the measurement is based on 
some number rather than on some quality. The advantage of qualitative method is 
that it allows the researcher the flexibility to probe initial responses that is to ask why 
or how. The method used to collect data will be discussed below. 
 
3.3 DATA COLLECTION METHOD  
The researcher distinguishes between two kinds of data namely, primary data and 
secondary data. Secondary data refers to the data originally collected for a different 
purpose and reused for another research question, while primary data refers to the 
data collected for a specific research goal. 
The study will utilise semi-structured questionnaires as a method of collecting data.       
Semi-structured interviews provide a clear set of instructions for interviews and can 
provide reliable, comparable, qualitative data. 
The questionnaire will be sent out to a sample of randomly selected employees 
including managers. It is necessary for the researcher to ensure that data collected 
is accurate, so that analysis and results are accurate. 
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3.3.1 SEMI-STRUCTURED QUESTIONAIRE 
A questionnaire is a collection of written questions to which the research subjects are 
to respond in order to obtain data which is relevant to the research topic (Moorhead, 
1998:573). A semi-structured questionnaire is a questionnaire consisting of open 
ended and closed ended questions and provides greater depth than is possible with 
structured questionnaire (Du Plooy, 1995:133). For the purpose the purpose of the 
study a semi-structured questionnaire will be distributed to the employees of the 
ECPL, which include members of the Secretariat, General Managers, Senior 
Managers and Bargaining Unit. 
 
The semi-structured questionnaire was used to understand the views, perceptions 
and experiences of the staff members on whether PMS has contributed to the 
improvement of productivity and also impact of the PMS on employees at large. The 
semi-structured questionnaire also included the identity of the researcher, the aims 
of the study, as well as the assurance of the confidentiality of the answers of the 
respondents as ethical considerations in order to encourage participation.  
The questionnaire use in this study contains semi-structured (open-ended and 
closed ended) questions. The main reason for using these semi-structured questions 
is that, it encourages respondents to express attitudes or opinions in their own 
words, unlike in the structured question where answers are restricted. Semi-
structured questionnaires are well suited to exploratory studies, or studies based on 
qualitative research in that use of open-ended questions and probing gives 
participants the opportunity to responds in their own words, rather than forcing them 
to choose from fixed responses. 
As indicated in section 3.2, the study follows a qualitative research approach and no 
restrictions and suggestions are provided to the respondents in the semi-structured 
questions. The main reason for using semi-structured questionnaire is that questions 
can be prepared ahead of time and it provides reliable, comparable qualitative data 
(RWJF, 2008). 
The semi-structured questionnaires are an efficient way of collecting data, because 
they typically contain fixed responses and can be administered to a large number of 
people simultaneously. The study utilised the employees of the ECPL as the units of 
analysis. 
3.4 SELECTION OF SAMPLE METHOD 
A sample is a subset, or some part of a larger whole. Sampling is a process of 
selecting observations (Barbie & Mouton), 2001:164). The sample used in this study 
is the ECPL staff members, as alluded to in section 1.6.2 of chapter one. The semi-
structured questionnaires will be distributed to selected staff members.  
22 
 
In sampling, distinction can be made probability and non –probability sampling. In 
probability sample, there is a probability that every item has a chance of being 
selected in the sample, whilst non probability sampling is any sampling method 
where some elements of the population have no chance of selection. Probability 
sampling includes simple random sampling, systematic sampling and stratified 
sampling. Non probability sampling includes reliance on available subjects, 
purposive or judgemental sampling, snowball sampling and quota sampling. The 
study utilised non probability sampling namely, purposive sampling due to its 
advantage. 
Table 3.1 Purposive sampling procedure 
Institution 
ECPL  
Total 
population 
Target 
population 
Gender Age 
Secretariat 4 2 Female = 1 
Male = 3 
30 to 55 
GM‟s & SM‟s 40 15 Female = 11 
Male = 14 
40 to 50 
Bargaining unit 214 13 Female = 7 
Male = 6 
40 to 60  
40 to 60 
Total 258 30  N/A 
 
Previous knowledge of the population, and/ or the aim of the study can result in a 
researcher using his / her judgement to select the sample, which is then called a 
purposive or a known- group sample (Du Plooy, 1995:62). In general it is better to 
have as large a sample as possible in order to reach a reliable conclusion. The main 
goal of purposive sampling is to focus on particular characteristics of a population 
that are of interest, which will best enable the respondent to answer the research 
question. 
 
3.5 DATA ANALYSIS 
Data analysis is the process of extracting, compiling and modelling raw data for the 
purpose of obtaining constructive information that can be applied to formulating 
conclusions, predicting outcomes or supporting decisions in business. According to 
Mouton (2001: 108) analysis involves “breaking up” the data into manageable 
themes, patterns, trends and relationships. 
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3.6 CONCLUSION 
This chapter discussed the research design and the methodology of the study. 
Quantitative research was highlighted. The research design to be utilised is 
qualitative as it seeks to understand human and social interaction from the 
perspectives of insiders and participants interaction. The ECPL employees will be 
used as unit of analysis. The population of this study consist of Legislature 
employees. Purpose sampling will be utilised in this study as well as semi-structured 
questionnaires. 
The next chapter focuses on data presentation, analysis and interpretation. 
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CHAPTER 4: DATA PRESENTATION, ANALYSIS AND INTERPRETATION 
4.1 INTRODUCTION 
Chapter four discussed the research design and methodology which also included 
data collection methods. The main objective of this chapter is to present findings and 
to analyse the research data collected through semi- structured questionnaires. The 
findings have been analysed with the aim of providing responses to the research on 
ECPL employees. The responses from questions asked in the semi- structured 
questionnaire are discussed. 
4.2 FINDINGS FROM THE QUESTIONAIRE 
There were ten questions asked from the respondents. As indicated in chapter three, 
the study focuses on the ECPL employees. The semi- structured questionnaire was 
distributed to 21 employees. Out of 21 employees 13 responded. The designation of 
the respondents starts from members of the Secretariat, General Managers, Senior 
Manager and general members in the Bargaining unit. The responses to questions 
asked in the questionnaire are analysed below. 
4.2.1 Definition of performance management system. 
Respondents were asked to define performance management system as applied in 
the ECPL. Four of the respondents defined it as a system to measure and or to 
manage performance of an individual and organization in order to achieve goals and 
objectives of the organization. Two of the respondents saw it as a system that is not 
applied consistently as it resulted in awarding non- performance at the expense of 
performances. 
Another respondent defined performance management as a compliance issue, 
where employees do not see it as an advantage to develop their career and 
performance enhancement. Some of respondents understand the performance 
management system as a tool to monitor and evaluate employee performance. 
Through the definitions on the questionnaire, it has been noted that there are 
employees with less or no understanding of performance management. One 
respondent saw it as a system mainly used in the same context as a bonus which is 
not based on one‟s performances. Most of the respondents have been with the 
ECPL for a period of more than five years.  
4.2.2 Employees level of understanding performance management system 
The respondents were asked their level of understanding of PMDS and provide 
explanation they may have. Six respondents understand performance management 
as a tool to measure, monitor, appreciate and encourage employee performance by 
rewarding and compensating outstanding performance. One respondent defined 
PMDS as an authoritative framework for managing employee performance from 
performance planning to monitoring reviews and control. 
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Two of the respondents declared that they have a limited understanding of 
performance management. Another respondent understand PM as a system that 
includes activities which ensures that goals are consistently met in an effective and 
efficient manner, these activities are planning work, monitoring performance, 
developing capacity to perform, rating and rewarding good performance. However, 
definitions provided by some respondents show lack of understanding of the 
performance management system. 
4.2.3 Understanding of performance management by supervisors 
The third question for the respondents was to seek whether they believe their 
supervisors do understand PMS instead they use it as a punishment tool. Two of the 
respondents mentioned that their supervisors view PMS from the angle of monetary 
reward and focus on scoring rather than employee performance. In the researcher‟s 
opinion, something needs to be done in the form of training, coaching and mentoring 
as some supervisors lack understanding of PMS. 
4.2.4 General understanding of performance management system in the 
Institution 
Respondents were asked whether they think there is a general understanding of 
PMS in the institution by all employees. Most of the respondents indicated that there 
is no understanding of performance management instead there‟s a culture of using 
PMS as a money making scheme, or a 14th cheque rather than a tool to manage 
performance and to provide support to employees. However, a policy that governs 
PMS implementation is in place but its provisions are not complied with optimally. 
Two respondents believe that, employees have an understanding of PMS as the 
institution has an obligation of conducting workshops and awareness every financial 
year. Therefore, this shows that the institution has a challenge as the large number 
of respondents indicated that there is no understanding of PMS by employees, a 
solution to remedy the situation should be implemented. 
4.2.5 Support services by Performance Management System division 
Respondents were asked to share their opinion on whether the PMS section in the 
ECPL renders enough support to the entire institution to ensure effective 
implementation of the system. Seven respondents felt that PMS section is not 
rendering enough support to the entire institution: the section is reactive rather than 
proactive. The section coordinates submission of quarterly reviews and never gives 
a feedback on such reports. 
Six respondents believed that the section is trying its best by running internal 
workshops and sometimes requests the top management to enforce implementation 
to all employees. One respondent was not sure whether the PMS section does 
render enough support to ensure effective implementation of the system. 
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The researcher is of the view that the section has to put more effort to ensure 
effective implementation by running PMS workshops and information sharing 
sessions in the entire institution. 
4.2.6 Skills and capacity of performance management system officials 
A question was asked on whether officials attached to PMS section possess the 
necessary skills and capacity to implement the PMS in the institution. One 
respondent commented that PMS has been a huge challenge for the institution year 
after year; most of these challenges relate to capacity constraints by the unit 
especially its management to effectively implement the provisions of the PMS policy. 
Six respondents agreed that officials in PMS section do have the necessary skills 
and capacity especially at the lower level, but lack strategic directive by the higher 
echelon. Most of the respondents believed that officials attached to the section to the 
section lack communication skill and limited guidance on PMS processes except the 
distribution of templates and no feedback is given to supervisors in terms of reports. 
One respondent mentioned that some employees are not PMS practitioners but are 
employed in higher positions. 
Another respondent said that there is room for continuous improvement within the 
section. One respondent mentioned the fact that PMS section should train officials to 
understand how their individual performance contributes to the attainments of the 
overall goals and objectives of the institution. 
4.2.7 Contribution of training to performance and productivity 
Respondents were asked whether training contributes to improved performance and 
productivity. One of the respondents stated that training has not been effectively 
implemented by the institution, in that training programmes are ad hoc and are not 
based on the PMS needs of an individual performance. Two respondents mentioned 
that training has a potential to contribute to improvement of performance and 
productivity. However, it depends on the content of such training and willingness of 
employees to learn. 
Another respondent said that the institution has limited opportunities for in- service 
training and the focus is more on academic advancement. Another respondent 
criticized the HRD training unit, and mentioned that some employees write their 
training needs on the quarterly assessment forms but for one or another reason they 
are not being trained. One other respondent raised the fact that the institution does 
not have the evaluation process of training; it has just started to make training 
attendees to submit a report after training. 
The researcher agrees with the argument of the two respondents that training has a 
potential to contribute to performance and productivity. However, there must be a 
proper skills audit and training based on Personal Development Plans (PDP‟s). 
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4.2.8 Management of poor performance by supervisor 
The questionnaire asked respondents about the section have for employees who 
continuously who performs poorly despite interventions by the supervisors. Four of 
the respondents argued that where an employee performs poorly, HRD is 
approached to provide the necessary training. If the staff member continues to 
underperform, the section will refer the employee to the wellness unit for counselling 
and psychological assistance. 
Two respondents stated that there should be continuous training and also staff 
rotation to be implemented. The rest of the respondents indicated that currently there 
is zero intervention and if there are plans in place, they are known only to 
supervisors or managers. Some respondents did not respond to the question. 
4.2.9 Management of late or non- submission as a challenge 
The questionnaire asked respondents to give recommendations on how the 
institution should deal with the challenge of late or non- submission of performance 
contracts and quarterly assessment reviews by employees. Respondents 
recommended that addressing late or non- submission of performance contracts and 
quarterly assessment reviews should be given priority. The ECPL employees are 
supposed to submit performance agreements at the beginning of each financial year 
and thereafter, quarterly assessment reviews at the end of each quarter. 
Respondents recommended as follows: 
 There is almost a general consensus by respondents that strict deadlines and 
discipline will help to improve and those who fail to comply, the institution 
should introduce penalties. 
 
 One respondents stated that a calendar year of PMS cycle be developed and 
sent to all employees. Strict implementation of the PMS policy and 
capacitation of all role players on the policy should be prioritized. 
 
 Two respondents argued that this should form part of the supervisors KPA‟s 
so they can be held accountable for not complying. 
 
 Another respondent said that “No report no reward” is the best slogan that 
should be used to enforce employees to contract ad submit their reports. 
 
The above recommendations of dealing with late or non- submission of performance 
contracts and quarterly assessment reviews may contribute to improving 
performance. 
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4.2.10 Institution’s Performance Management in future 
Respondents were asked a question on how they see the institution‟s performance 
management system in future. Do they view it as being a success or failure? Seven 
employees indicated that they see performance management systems as successes 
if: 
 Leadership development programs for supervisors can be provided 
 Staff continuously trained on PMS 
 There is sufficient resourcing of PMS unit 
 Change management is implemented and practiced 
 Communication lines are kept open between supervisor‟s and supervisee‟s 
 Employee performance is continuously monitored under performance 
detected and remedied in its early stages. 
One respondent argued that unless the institution changes approach, the process 
will not yield any positive results. Supervisors need to move away from subjective 
assessment to an objective one of individual performance.  
Few respondents see performance management system a failure as it is not 
administered properly by the unit responsible for its implementation and also is a 
major cause for dispute with labour due to individual interests. 
 
4.3 CONCLUSION 
Data analysis of the study was undertaken in this chapter. The data which was 
collected using methods has been discussed and analysed. Data utilized was 
collected using research questionnaires and observation. Answers provided were 
analysed against the questionnaire and observations made during the collection of 
data. Based on the discussions and analysis above, the conclusion and 
recommendations of the research study will be done in the next chapter. 
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CHAPTER 5: CONCLUSION AND RECOMMENDATIONS 
 
5.1 INTRODUCTION 
The previous chapter discussed the findings and analysis of the data obtained 
through methods including a semi- questionnaire and personal observations. The 
purpose of this chapter is to provide conclusion and recommendations on the 
research problem. Recommendations based on the data analysed in the previous 
chapter will be provided. A summary of the chapter is given. 
 
5.2 SUMMARY OF CHAPTERS 
The first chapter provided an introduction of the study about the impact of 
performance management system on employees of the ECPL. The researcher also 
developed research objectives in order to assist in answering the research 
questions. The main objective of Chapter one was to contextualise the study and 
also to explain the significance of the study. The introduction of the study played an 
important role on the reason why the study was undertaken. 
Chapter two of the study critically evaluated the literature relevant to the study. 
According to Mouton (2001: 86) it is essential that every research project begins with 
a review of the existing literature. A good literature makes the researcher avoid 
making errors and duplicating previous results unnecessarily. The literature review 
assisted the researcher to cover areas which were not covered before. 
Chapter three discussed the methodology used to collect data and how such data 
was analysed. The data collected assisted in providing a solution to the research 
study. The research design and methodology of the study are also discussed. The 
researcher chooses qualitative method to the study. The sample with the reason for 
such selection was also mentioned. In this regard, the set objective of the research 
design and methodology chapter was realised. 
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Chapter four presented the research findings an analysis of the data collected. The 
analysis is based on the data collected through methods discussed in section 3.3 
which included a semi- structured questionnaire (Annexure one) and observations. 
5.3 CONCLUSIONS 
The evidence collected was done with the specific aim of answering the research 
question namely, the impact of the PMS on employees of the ECPL. After carefully 
considering all evidence collected through data collection methods discussed in 
section 3.3, the following conclusions are drawn:  
 Although PMS plays a significant  role  in  the  improvement  of  employee  
performance  and  productivity, it has not  contributed  to improvement  of 
productivity in the employees of the ECPL. It was so because the training  has  
not  been  effectively  implemented by the institution, the  training   
programmes  were  not  based  on the PMS needs  of  individual. 
 There are officials with better understanding of the PMS in the institution; the 
majority have no understanding of the PMS. 
 Instead  some  employee  saw  PMS as  a compliance issue  and  as a 
system mainly  used in the same  context  as a  bonus which  is  not  based 
on one‟s  performance. 
 The challenges  facing the PMS in the ECPL are the following: 
 
 Non-compliance to PMS policy   provisions such as timeous   submission of 
performance contracts and quarterly    assessment reviews by employees. 
 Poor understanding   of PMS in the   institution. 
 Rewarding   of  non-performers  at the  expense  of  performers  and  failure  
to  address  poor  performance by the institution.  
 Failure to address training needs as  requested  by  employees  through  
Personal Development  Plan   (PDPs) 
 Shortage of personal in the PMS section.     
 High scoring by supervisors   during   quarterly assessment reviews even 
though there‟s no portfolio of evidence (POE) produced by subordinates. 
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The   above   conclusions have been drawn on the evidence collected and analysed 
in the previous chapter (chapter 4). The objectives of the study, namely, to assess 
the impact of performance management system on   employees, and   to ascertain 
the how performance management system is applied in the ECPL have been 
achieved.  The   conclusion    of  the  study  was  informed by the research;   hence   
it covers  the  recommendations  of  the  study  are  discussed below. 
A questionnaire (semi-structured) with 10 questionnaires was distributed to the 
respondents, and responses to the questionnaire were analysed in chapter four. 
Chapter four aimed at providing possible solution to the problem statement in 
chapter one. 
A summary of the preceding chapters has been given, now the researcher will 
develop concluding remarks and recommendations. 
5.4 RECOMMENDATIONS 
The following   recommendations are based on the findings, analysis and conclusion 
of the research study:  
 The ECPL should apply its PMS policy according to its intended spirit and 
purpose. 
 Performance management training of all employees should take place 
regularly during the assessment year, to ensure that both supervisors and 
subordinates are equipped and knowledgeable about the PMS. Such training 
could improve the understanding of the PMS by the employees. 
 After concluding that PMS has no contributed to improvement of employees 
performance and productivity, the ECPL should ensure that employees 
understand how their individual performance impact on the overall goals and 
objectives of the institution. 
  In addition to payment of performance bonuses to employees, the institution 
should improve its performance by undertaking the following actions: 
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 Personal Development Plans (PDP‟s) should be implemented effectively. 
 Compliance issue should be strengthened by ensuring timeous 
submissions of performance contracts and quarterly assessment reviews 
and disciplinary measures be taken against those employees who failed to 
comply with the provisions of the PMS policy. 
 Non- monetary recognition schemes for best performers should be 
introduced to stimulate performance culture across the institution. These 
recognitions can be done through acknowledgement of performance 
excellence in Legislature publications, specially created awards and 
certificates, special mention at conferences and / or meetings. 
 A favourable working environment should be created by ensuring that the 
necessary tools of trade such as computers, laptops, printers and 
stationery are made available to them. 
 Performance targets of both individual employees and the institution 
should be clearly defined. 
 Assessing of performance should not only be limited to quarterly and 
annually, but should be extended to sectional moderation committees so 
as to identify performance barrier as soon as possible. 
 The institutional Moderating Committee should demand evidence to justify 
higher ratings during assessments. 
 Training of all employees should be made a priority and evaluation 
process be done to assess the impact of the training. 
 
In the researcher‟s opinion, the solution to the research problem asked in Chapter 
one namely, the impact of the PMS on employees of the ECPL has been provided. 
The discussion about the understanding, the contribution of the PMS together with 
challenges facing the ECPL appropriately addressed the objectives and research 
problem of the study. The abovementioned will help the ECPL in addressing the 
challenges facing the PMS.     
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       ANNEXURE ONE  
SEMI - STRUCTURED QUESTIONAIRE 
The purpose of this semi- structured questionnaire is to obtain 
information from the selected staff members and managers of the ECPL. 
The responses will be treated as confidential. 
The responses of the chosen respondents will enable the researcher to 
make informed analysis, conclusion and recommendations about the 
impact of the performance management system on employees of the 
ECPL.  The responses will also help the researcher to answer the 
research question asked in Chapter one of the study. The questionnaire 
has been designed as follows: 
a. Number 1 to 4 seeks to address understanding of PMS in the 
public service. 
b. Number 5 to 8 seeks to address whether the PMS in the ECPL 
contribute to the improvement of employee performance and 
productivity. 
c. Number 9 to 10 seeks to analyse the challenges facing the PMS in 
the ECPL. 
 
1. How would you define performance management system as 
applied in the institution? 
……………………………………………………………………………………
……………………………………………………………………………………
……………………………………………………………………………………
………………………………………………………………………………….. 
2. What is your level of understanding of the Performance 
Management System? Explain 
……………………………………………………………………………………
……………………………………………………………………………………
……………………………………………………………………………………
………………………………………………………………………………….. 
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3. Do you think your supervisor has a good understanding of the 
PMS? 
……………………………………………………………………………………
……………………………………………………………………………………
……………………………………………………………………………………
………………………………………………………………………………….. 
4. Can you say there is a better understanding of the PMS in the 
institution by all employees? 
……………………………………………………………………………………
……………………………………………………………………………………
……………………………………………………………………………………
………………………………………………………………………………….. 
5. Does the PMS section render enough support to the entire 
institution to ensure effective implementation of the system? If yes, 
how? 
……………………………………………………………………………………
……………………………………………………………………………………
……………………………………………………………………………………
………………………………………………………………………………….. 
6. Do you believe that officials attached to PMS section have the 
necessary skills and capacity to implement the PMS? Provide 
reasons for your response. 
……………………………………………………………………………………
……………………………………………………………………………………
……………………………………………………………………………………
…………………………………………………………………………………… 
7. Does training contribute to improvement of performance and 
productivity? If so how/ 
……………………………………………………………………………………
……………………………………………………………………………………
……………………………………………………………………………………
…………………………………………………………………………………… 
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8. What plans does your section have for employees who continued 
to perform poorly despite interventions made by the supervisor? 
……………………………………………………………………………………
……………………………………………………………………………………
……………………………………………………………………………………
………………………………………………………………………………….. 
9. What do you think the institution can do to address the challenge 
of late or non- submission of performance contracts and quarterly 
assessment reviews by employees? 
……………………………………………………………………………………
……………………………………………………………………………………
……………………………………………………………………………………
…………………………………………………………………………………… 
10. How do you see the institution‟s PMS in future? Do you see it 
being a success or a failure? 
……………………………………………………………………………………
……………………………………………………………………………………
……………………………………………………………………………………
……………………………………………………………………………………     
 
